Despite the perceptions that such technology start-up companies are known as a modern working environment that embraces diversity, the data shows that the number of women in the industry, especially in a senior position, is still lower than men. Naturally, men have a high sense of competitiveness and feel more superior to become managers compared to women; while women sometimes practice self-stereotyping and think they are not capable enough for being a leader. This study aims to investigate differences in the attitude of men and women towards female managers in technology start-up companies. This research applies mixed methods, using "Women as Managers Scale (WAMS)" as indicators in the quantitative data collected from 60 male and 60 female that work in technology startup companies in Jakarta. WAMS was also used as the basis for interview questions with three men and three women are being interviewed for the qualitative approach. The study inds differences in the attitude between men and women towards female manager in the technology startup companies in Jakarta, Indonesia. Compared to men, women respondents have more positive attitudes in terms female managers' ability, acceptance, physical constraints and leadership. On the contrary, men respondents view that physical constraints like menstruation and maternity leave would affect female managers' performance. Theoretically, this study contributes to the knowledge of gender diversity at work in the context of technology start-up companies in Indonesia. Practically, managers can use lessons from this study to develop a more gender balanced strategy for the companies.
encourage more innovation. Moreover, gender diversity also improves company inancial performance, especially when women hold a signi icant role in the top management level (Krishnan & Park, 2005; Hoogendoom, 2013) .
Although gender diversity has proven to be one of the key success factors, there is still a gap in the number of female employees in Indonesia technology companies. For instance, according to iPrice (2018), women who hold managerial positions are only 31% of the total technology companies. The discrepancy becomes more obvious as the job level getting higher. The percentage of female participation in the level of head division is 36%. While both in the level of director and president director only takes to 21%. Additionally, in the Mapping & Database Startup, MIKTI Indonesia Digital Creative Industry Society with BEKRAF discovered that the rate of female technology start-up founders is just 8.82% (MIKTI & Teknopreneur Indonesia (2018) .
There is still confusion why so few women have reached top management positions or become directors in companies. "Think manager, think male" assumptions (Schein, 1973; Schein et al., 1996) are commonly cited as a root cause of the problem. On one side, women are still seen as not having the necessary skills and abilities to carry upper-level management positions (Güney, et al., 2006; Catalyst, 2006) . Men, especially male managers have more tendencies to practice gender stereotype in terms of a successful manager (Eriksson et al., 2006) . On the other hand, women may also do a stereotype towards themselves (Ashcraft, 2012) . If the idea of gender stereotype repeatedly exposed to women, they may unconsciously think they it into these stereotypes and embrace self-stereotyping behavior and identity. Therefore, the understanding of men and women's attitudes to female managers will be useful to develop gender diversity leadership in tech companies, especially in technology start-up companies in Indonesia.
Overall, in the technology start-up companies, there are two contrary things inside the issue of a female existence as managers. On one side, a startup tech company known as a modern workplace dominated by millennials who openminded and pluralist (Albanese, 2018) . While on the opposite, fact and the data show that women's participation in a tech start-up, especially in a managerial position is still small.
To investigate people's attitude towards women as managers in the workplace, a tool called WAMS (Women as Manager Scale) was developed by Tergorg et al. (1977) which measures people's attitude towards female managers' ability, acceptance, physical constraints and leadership skills. In Indonesia, the utilization of WAMS tools is still low. Additionally, the research on attitudes towards female manager in Indonesia tech startup never been done. The current Indonesia studies about attitudes towards female managers are not concentrating on any speci ic industry (Sany & Rahardja, 2016; Putra, 2009; Maulana, 2017) .
Therefore, this study aims to ill in the above research gaps by investigating whether there are differences in the attitudes between men and women towards female manager using WAMS. To achieve the research objective, this study answers the following research questions. 1. Are there any differences in men's and women's attitudes towards the ability of female managers in technology start-up companies in Jakarta? Why? 2. Are there any differences in men's and women's attitudes towards the acceptance of female managers in technology start-up companies in Jakarta? Why? 3. Are there any differences in men's and women's attitudes towards the physical constraints of female managers in technology start-up companies in Jakarta? Why? 4. Are there any differences in men's and women's attitudes towards the leadership skills of female managers in technology start-up companies in Jakarta? Why?
The following literature review discusses about the ability, acceptance, physical condition and leadership related to WAMS in more detail. Terborg et al. (1977) discover WAMS (Women as Manager Scale) as a tool to measure attitudes towards female managers. They were aware that there is differential treatment between men and women in the managerial position. A lot of people have assumptions if women are lack of aggressiveness, ambition, leadership ability, and other required things for being a manager. At that time, although many research has begun to examine the effects of sex-stereotypes on women in business, in actuality, no accurate measure of stereotypes was ever taken.
LITERATURE REVIEW WAMS (Women as Manager Scale)
Existing tools for the assessment of attitudes towards female managers are inadequate. Spence & Helmreich (1972) developed 55-items of Attitudes towards Women Scale that only consist of a few items which relate to attitudes toward working women. As a result, their measure is too general to be used as an assessment for stereotypes about women in a managerial position. Bass et al. (1971) create another questionnaire that made to measure attitudes towards women managers. However, some items have poor wording. Moreover, all of the questions are leads to unfavorable directions for women managers, against existing rules for attitude scale development (Likert, 1932) . Schein (1973) developed a scale that has a function to determine if the middle management position required personal traits with men or women characteristics. The scale will not measure the full range of attitudes towards women as a manager. Therefore, Terborg et al. (1977) develop WAMS as a clear assessment of attitudes towards women managers.
Ability
The Cambridge dictionary (n.d) de ines ability as a physical or mental power or skill needed to do something, while Oxford dictionary (n.d.) also refers ability as a skill to do something like talent or pro iciency in a particular area. According to WAMS, ability relates to the perception of women's ability to succeed as managers (Bowen et al., 2007) . Litwin et al. (2019) posits that the components in the ability include some dominant personalities like assertiveness and aggressiveness. A dominance character is frequently seen as a necessary thing that should be possessed by leaders (Kalma et al., 1993) . Speed et al. (2017) even show there is a relation between leader assertiveness with subordinates' satisfaction.
However, dominant behaviors can yield to negative results for women. There is a society belief on how men and women should act, like women should be sel less, agreeable, and not demanding. Various studies demonstrate genderlinked personality traits of openness, warmth or extraversion, interpersonal sensitivity, and othercenteredness for women while men are associated with dominance, intellect, and assertive (De Bolle et al., 2015; Weisberg et al., 2011; Chapman et al., 2007) . By displaying characteristics that are viewed as a male role, women who perform dominance traits are considered violating the essence of gender role and may get social punishments as a consequence.
In the meta-analysis of 63 studies, Williams & Tiedens (2016) found that men can behave dominantly, including act assertively, without being seen as less likable. At the same time, if women did not behave assertively, they will also get negative feedback for failing to communicate effectively in a workplace environment. Eventually, that creates a dilemma for women (Speed et al., 2017) .
Another component in the ability is the competitiveness of women compared to men. Career interruption becomes one of the issues when discussing women work competitiveness. Women are seen as a small investment in human capital (Barberá et al., 2002; Jacobs, 1999) . The research suggests many women, who do not have much time outside working hours to spend in training or coaching, are eliminated from job promotion. Besides, it is common if women put aside their professional career or work part-time to take care of their families. That means they will have fewer years of work experience, which slows down their professional growth (Keith & McWilliams, 1999; Pons Peregort et al., 2013) .
Acceptance
The second variable of WAMS is acceptance, which refers to society's acceptance of women as managers (Bowen et al., 2007) . Community acceptance is one of the most crucial issues in the development of female managers. The famous phrase of glass ceiling prevents women and minority groups from reaching higher career ladder and takes credit of neither their abilities nor performance record (Foley et al., 2002; Northouse, 2013) . Even the cracks have begun, women who made it still facing hard times when holding a signi icant leadership position in the of ice (Bruckmüller & Branscombe, 2010; Haslam & Ryan, 2008) .
Despite the modernization and changes in gender roles, traditional values and conservative perceptions of gender functions remains strong.
Research about gender stereotypes shows people judge women to be less competent and knowledgeable, except in situations that favor female expertise (Carli & Eagly, 1999) and less quali ied as managers compared to men (Schein et al., 1996; Sczesny, 2003) . Furthermore, women are expected to only focus on their responsibility towards family and prove their self by taking extra tasks than men in similar positions (Blair-Loy, 2001) . Gender stereotype becomes a product results from this gender role expectation on women as caregivers (Eagly & Karau, 2002) .
As an outcome, women experienced genderbased differentiation like lower pay and underappreciation of their skills (Mainiero & Sullivan, 2005) . Women believe that they are not involved in signi icant decision making, and because of their gender, the company did not give the most attractive kinds of work, promotions, or pay increments (Yee et al., 2015) . Biernat & Fuegen (2001) indicate that there is a different standard in the performance evaluation between men and women. Compared to men, the expectation of women performance is smaller. Therefore, the minimum competence standard is set lower for women and higher for men. Besides, males who mostly dominate the management is likely to form the company culture and develop performance assessment systems that may be favored by men, but not women (Festing et al., 2015) .
Society or community avoidance in practicing gender stereotype is necessary. Eventually, gender stereotypes cause damage to the company. When women believe and accept the existence of stereotypes, they will stress because they traditionally considered less competent than men. That can affect women's performance since the stereotype is upheld. Besides, a woman who is interested in pursuing jobs in managerial level might lose interest after experiencing or seeing negative attitudes towards a woman in such positions (Gino et al., 2015) . Companies that discriminate women who ask promotion into the same position as men may lose valuable human resources when women choose to select another path for enhanced professional responsibilities than the only one their company seems to be able to offer (Mainiero & Sullivan, 2005) . (2005) even strongly suggests that an organization must support career development program for women, like management trainee to retain or having talented professional women. The company or organization must ensure women receive ongoing mentoring, coaching, and managers who support their career development. Additionally, the company also needs to create fair policies that will give impact to the quality of work environments for all workers, including women.
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Physical Constraint
The physical constraint is the third principal measurement in WAMS. Bowen et al. (2007) de ined it as perceptions of women's reproductive function as an obstacle to their success for being managers. The physical constraint components cover issues such as menstruation and pregnancy that should not make women less desirable than men as employees. Sacri ices of women towards their femininity also being another topic discussed in this session.
There is some negative stigma that associates to women particular physical condition, like pregnancy. Pregnant women are identical as more emotional, illogical, and less dedicated to their jobs (Halpert et al., 1993) , and less competent compared to other employees (Butensky, 1984) . Additionally, co-workers feel that pregnant women are not capable of doing works in the required work hours. Therefore, they create more work for them (Gueutal & Taylor, 1991) . Another assumption is the pregnant worker will not return to work after childbirth (Halpert & Burg, 1997; Major, 2004) .
A similar phenomenon happens in the relation between women's menstruation cycle and working ability. Women might experience premenstrual syndrome or known as PMS (Johnson, 1987; Steiner, 1997) . They will face some somatic and affective symptoms behavior, for instance, low energy, irritability, depressed mood, and anxiety (Dickerson, 2003) . Hence, people see these symptoms can give a negative impact on job performance.
Regardless of the people stereotype, menstruation is not in luencing a woman's cognitive performance. Leeners et al. (2017) stated that levels of estrogen, progesterone, and testosterone in a woman's body have no impact on her working memory, cognitive bias or capability to concentrate on two things at once. Although a larger sample and further studies need to be conducted to understand the whole impact of menstruation on the brain, women's cognitive performance is in general not disrupted by hormonal changes that occur along with the menstrual cycle.
Besides pregnancy and menstruation, women femininity traits also represent another measurement in the dimension of physical constraint. The question from WAMS regarding femininity states that it is necessary for women to sacri ice their femininity as a manager or leader. The issue of femininity indeed crucial since there is a perspective on a strong relationship between manager positions with masculinity (Schein, 1973) .
Leadership
Leadership has many de initions. Zaccaro & Banks (2001) describe leadership as situations when leader setting and communicate a direction to their subordinates. Day et al. (2014) explain it as a more complex subject since it involves interactions between a leader, follower, and situation at various levels of the organization. According to Litwin et al. (2019) , leadership in WAMS is a perception regarding women who hold leadership position like a manager.
Some previous research has shown differences between women and men leadership style, which sometimes interpreted differently and lead stereotype towards female leaders (Javidan et al., 2016; Eagly & Johnson, 1990) . Women are seen as more into participative or democratic style, and likely to express person-oriented leadership approaches (Duff, 2013) . Therefore they viewed as s ervant style leaders who prioritize on the followers and their needs. Conversely, men have an image as authentic leaders that more taskoriented who own characters of individualist and genuine (Ibarra, 2015) .
The phenomenon of grouping a leadership style on gender-based is harming women leaders who may have authentic features or characteristics. Moreover, men's specialization that relatively seen as strictly task-oriented is one passkey to their rise as group leaders (Eagly & Karau, 1991) , consequently assuring that men would be perceived as a better " it" than women in the role of leadership.
As a more high-status individual, men are expected to perform well. Because of that, they tend to own more opportunities for contributing to their organizations and obtain a positive evaluation of their contributions (Berger et al., 1980; Powell, 2014) . In result, the opportunities for promotion to leadership levels are increasing as well (Carli & Eagly, 1999) .
RESEARCH METHODS Research Approach
The study adopts the mixed method with a quantitative phase followed by the qualitative. Mixed method was used because it presents both con irmatory and exploratory inquiries that will make the data more meaningful. The quantitative analysis will provide a general understanding of gender-based perspective towards female managers in technology start-up companies in Jakarta, while qualitative data re ined and explicated statistical results by explaining and exploring the reasons behind the attitude.
Sampling Method & Sampling Size
The data of total people working in technology startup companies in Indonesia is not available. Since the population is unknown, to determine the number of quantitative sampling, every item used in the scale will be multiplied by ive (Hair et al., 2011) . Therefore, 12 items multiplied by ive is 60. As a result, total respondents needed for quantitative method is 60 males and 60 females. The sample for qualitative analysis is different compared to quantitative analysis. There is no exact number about how small or big the sample in qualitative research. The sampling must stop when adding more participants does not gain any additional perspectives or information (Saunders et al., 2012) 
Research Target
In quantitative and qualitative respondents have similarities and differences in terms of criteria. The same thing is there no geographical difference between the respondents of quantitative and qualitative methods. A work location of the respondents must be in Jakarta. Another point is quantitative and qualitative respondents also need to work in technology start-up companies in Jakarta. While the difference is respondents of qualitative approach must have at least two years' experience in the technology startup industry. According to Ryan & Bernard (2006) , respondents experience and con idence will impact the research result. Therefore, it is better if the interviewee has experienced so that the answers are more comprehensive.
Research Design
This research is using WAMS as the principal instruments. All of the research indicators is refers to Litwin et al. (2019) . Their research was already done the con irmatory factor analysis to know the indicators for each dimension in WAMS. Hence, all of the quantitative and qualitative questionnaires will be made based on the indicators. The following Table shows the operational de initions and indicators used in this study.
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Components
De inition Indicators
WAMS (Women as Manager Scale)
Ability Perception of women's ability to succeed as managers (Bowen et al., 2007) 1. Women's ability to be assertive as manager 2. Women's ability to be aggressive as manager 3. Women competitiveness to success in the business world Acceptance Society's acceptance of women as managers (Bowen et al., 2007) 1. Business world acceptance towards women in signi icant managerial position 2. Women and men equal opportunity for participate in management trainee 3. Recognition to working results of female managers 4. Opinion to women who compete for executive or senior management positions
Physical Constraint
Perceptions of women's reproductive function as an obstacle to their success for being managers (Bowen et al., 2007) 1. Effect on women's menstruation towards company hiring desirability 2. Effect on women pregnancy towards company hiring desirability 3. Women femininity sacri ices to be successful executive
Leadership
Leadership in WAMS is a perception regarding women who hold leadership position like a manager (Litwin et al., 2019) 1. Contributions of women manager toward the organization 2. Acceptance if women take leadership roles as often as men 
Data Collection
A survey was conducted to gather the quantitative data in this study. The questionnaire is applied as the main instrument in this method. Referring to all previous research, the type of question on the WAMS survey is using multiple-choice questions. Five points of Likert scale become the tools for the multiple-choice answer, which ranges from strongly disagree as scale number one and strongly agree the scale number ive. For collecting qualitative data, the method will be face to face interview. A semi-structured interview is conducted to make discovery or elaboration of information more lexible. There will be several key questions that refer to a quantitative questionnaire to de ine the areas to be explored.
Data Analysis
There are two software used in the data analysis. The data analysis of the survey questionnaire or quantitative methodology is using IBM SPSS Statistics 22. While the interview result is summarized manually by making a table in Microsoft Word.
RESULT AND DISCUSSION Demography of Quantitative Respondents
The socio -demographic of quantitative respondents reveal several information. First, the start-up technology industry in Jakarta majority consists of young people since most of the respondents in the age of 18-27 years old. Second, a technology start-up companies in Jakarta are mostly located in South and West Jakarta. Third, more than 90% of respondents have a bachelor's degree as the current education. Fourth, the job status of most respondents is fulltime workers. Fifth, the number of respondents in the entry-level is dominating compared to the other job level. Sixth, the respondents in this research mostly spend less than one year until one year in the technology start-up industry although the number of respondents that work for two until three years in the industry is also large.
Demography of Quantitative Respondents
Three of the respondents are men, and the other three are women. All of them work in different types of companies, from inancial technology to shipping or logistics service providers. The average experience in the tech start-up industry also varies. There is one person who has only been in the tech start-up industry for two years. His position is not at the managerial level, only a regular staff. However, the majority or three respondents have experienced for three years. Their current job is as a manager in a division. Whereas, the other two respondents who have experience of four to ive years are co-founders of their own company.
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Research Result
The irst analysis on the research data is reliability analysis. After running the test in SPSS, the value of Cronbach's alpha is 0.692 as shown in Table 4 . Referring to Sekaran & Bougie (2016) , the number of 0.6 is still acceptable.
In the normality statistical examination, all variables in WAMS are not having normally distributed data. The p value of acceptance and leadership are zero for both male and female. While for the ability, for female respondents, the value is 0.02 in the Kolmogorov-Smirnov test and 0.04 the Shapiro-Wilk test. For male respondents, the sig value is zero in the Kolmogorov-Smirnov test, but the sig value is 0.01 in the Shapiro-Wilk test. The physical constraint also does not fully show zero results. Male gender still has a value of 0.03 as the p-value or sig in both of the Kolmogorov-Smirnov test and the Shapiro-Wilk test.
According to Sekaran & Bougie (2016), for not normally distributed data, the non-parametric test must be conducted. The non-parametric test has aimed to determine whether there is a difference in the average group of the sample.
The ranks table above is showing that there is a difference between women and men attitudes towards female managers. Women attitudes towards female managers in all aspect of WAMS is more positive compare men attitudes. The most noticeable difference is in terms of ability and physical constraint.
Furthermore, this study also using Mann Whitney U test to know the signi icance of two means for both genders. Sig. Daniya, From the result of non-parametric tests, it can be concluded that the difference of attitudes towards female manager in Indonesia technology startup companies between women and men is signi icant.
Shapiro-Wilk Kolmogorov-Smirnov
The way to ind out whether the difference is signi icant is if the value in the column of sig is less than 0.05. Since all aspects or variables in WAMS is having a signi icance value below 0.05, then the women and men differences are signi icant.
Discussion
Differences in men's and women's attitudes towards the ability of female managers in technology start-up companies in Jakarta.
Women's attitudes towards ability of female as managers are more positive than men in technology start-up companies. As the irst measurement in WAMS, ability shows mean ranks of women respondents are 73.71, while men ranks are only 47.29. The main reason for that because of the last question that state women are more competitive than men for success in the business world. The number of male respondents said they disagree with the statement is way higher compared to the female respondents who disagree. Compared to women, men are indeed the parties discredited by that statement.
The disagreement regarding the statement was con irmed during the interview session. The male interviewees feel that both women and men are equally competitive. Male respondents in qualitative approach stated that women were able to compete with men because they were very detailed and precise in doing their job. Male interviewee even said they have more respect for women that work in the IT department. They were aware that only a few women who choose a career path in the tech industry and survive in it.
The issue of women's ability to be managers is indeed an interesting discussion when it compared from both women and men perspective. Both genders recognize that women and men have their respective strength or advantages as managers. Men are better at conceptual, technical, and strategic matters. They were also very good at utilizing facts and data. When women are more detailed and like to make a personal touch, they care more about their team members. However, male interviewees more explained a bit on women's weaknesses while female interviewees don't do the same thing.
"Men are quicker to blend in with the new teams or new people, whereas women are often rather shy when they meet new people." (Male Respondent, 2019) Moreover, another thing about abilities that are equally agreed by male and female interviewees is regarding women's assertiveness. Both agree that women are capable and should be assertive. Assertiveness traits, like talking straightforward or sometimes being aggressive in a negotiation is necessary. Especially in a start-up environment, because things are moves fast and growth is a priority. Assertiveness traits will prevent misleading communication. Thus, it is a positive thing if women being assertive.
Differences in men's and women's attitudes towards the acceptance of female managers in technology start-up companies in Jakarta.
In terms of acceptance, although female respondents showed a more positive attitude than male respondents, the average difference between male and female respondents in the questionnaire of the quantitative method is not prominent. The distinction between the average male and female is 12.58. The explanation of why the differences are insigni icant will emerge from the interview sessions. Both of the genders show their acceptance reaction to the female manager in detail. International Journal of Business Studies Vol. 3 No. 3 ( October 2019) The noticeable distinction is in the issue on why society acceptance for women to be a manager is important. In the I nterview sessions, female interviewees can give a more detailed explanation regarding this issue. First is because naturally, women have several traits that a leader musthave. For instance, women have nurturing characters that make them have high empathy and happy to see their team develop. Secondly, the existence of women as a leader is essential because a great working environment is the one that has diversity inside it, including gender diversity. Heterogeneity is a source of many different ideas because there will be more perspectives. While the men respondents only said that the presence of women as a leader is essential because women can check and recheck things better than men.
Next section in the topic of acceptance towards female manager talks about the equal opportunity for men and women to participate in a career development program like management training. Female interviewees said that it was more to fairness because women can be as good as men. Men respondents said a similar answer by telling that the company might lose the opportunity for having a better and bigger talent pool if they discriminate against women.
The third question regarding acceptance discusses whether there is a difference between the work result of men and women managers. Female and male interviewee saying that there are no quality differences between men and women. It's just the method that they use is different. Women are more detailed but lack of conceptual. While men are usually good at conceptual, but usually not as neat as women can be. Moreover, ordinarily, men are fast decision-maker. On the other hand, women are more considerate since they are a good planner.
"Women are neater, especially in administrative matters such as making proposals or presenting presentations." (Female Respondent, 2019) The closing question for the acceptance towards female manager is whether it is acceptable if women want to compete with men for the executive or leader position. Both men and women agree that it is acceptable. But again, the female interviewee response is more detailed compared to the male respondents. Female respondents told it is acceptable, especially in the start-up industry where most of the people in that industry are modern and forwardthinking. However, still, there are some people that reluctant towards women who become leaders or managers. Therefore, women must ight and prove that they can compete. Male respondents con irm the response of female respondents by saying women can do the work and manage their team well.
Differences in men's and women's attitudes towards physical constraints of female managers in technology start-up companies in
Jakarta. Women's attitude towards physical constraints of female managers are more positive than men attitude. For physical constraint, the result of quantitative questionnaire shows a quite big difference with 73.21 as mean ranks of women respondents, and 47.79 as means of the men respondents. Further reason on why the differences exist is known from the interview sessions.
Interviews with respondents indicate that the difference lies in the opinion regarding emotional stability during menstruation and maternity leave. Male interviewees believe that women are more sensitive during menstruation due to hormonal changes. On the other hand, female interviewees feel that emotional instability during menstruation is most likely happen because of personal suggestion. Regarding maternity leave, none of the female respondents thought that maternity leave would affect work performance. However, male respondents assume that maternity leave will give impact to the team work performance if a person that takes the dispensation is a leader or manager. Maternity leave is usually happening for three until four months. Over a long time, the team's performance may decrease due to the absence of their leader.
Despite differences in opinion between women and men on menstruation and pregnancy, they both agree on one point regarding that issue. Female and male interviewees agreed that it was not a big deal if women were absent for one to two days due to menstruation. In a start-up, the terms of working from home are something usual. So it does not matter as long as the work is done or inished. Additionally, the female respondents or interviewees have an opinion that women should not misuse the menstrual leave. Some people think that women are weak and need to be treated differently because of pain during menstruation. Hence, women must use the menstrual leave wisely, only when the pain is unbearable for them to go to the of ice.
Besides the problem of menstrual leave, the male and female interviewee has a no different opinion regarding women leaders that must sacri ice their femininity traits. Every leader has their approach and method. The femininity traits are the one that makes female leaders is valuable and unique. A good leader can understand when is the right time to be empathy or show some tenderness, and when to act irm. Even if a woman manager must behave irmly, it doesn't mean they are mean or rude.
"At the beginning, a leader must show empathy irst. After that, if a leader or manager has to be irm, then they can act irmly to their team members. Being assertive does not mean being cruel." (Male Respondent, 2019)
Differences in men's and women's attitudes towards leadership skills of female managers in technology start-up companies in Jakarta.
Leadership is the WAMS dimension with the smallest differences between men and women. The mean or average value of men is 55.21 and women is 66.79. The difference between both of the gender only 12.58.
The small gap between men and women opinion also re lected in the interview sessions. First question asks whether there are contribution differences between men and women for achieving company's overall goals. Then male and female respondents agree that there are no differences, again, the difference is only in the working method, not in the working result.
While for the last question, the answer is similar with a slight difference. Female interviewees told it is acceptable if women want to step as a leader. However, not every woman wants to take such positions. For a married woman with a child, they think about how to manage the time between family and personal life with work matters. While for a single woman, they sometimes feel fear to take bigger responsibility.
"The small number of women leaders does not only come from people's impressions towards women that being a leader. It also comes from the women themselves who refuse to take that role." (Female Respondent, 2019)
Male interviewees also said it is acceptable if women want to take a leadership role. However, they have a different thought on why the number of women managers is less than men manager. Men think that leader emerges naturally from a group, someone will be chosen if he or she is the one with the highest leadership quality in that group. Maybe men were often preferred as a leader because there are many times when women decide to keep a low pro ile because they are shy or fear to compete with men. In the end that lower the score of leadership quality.
CONCLUSION
This study answers the research questions related to differences in male's and female's attitudes towards female managers' ability, acceptance, physical constraints and leadership. Compared to this study provides a deeper analysis on the application of WAMS as it applies both quantitative and qualitative approaches. The qualitative analysis gives detailed opinion from both men and women side. As a result, the study not only tells that there are different perspectives between men and women but also tries to understand why these differences exist.
Moreover, this research contributes to the human resources sector of Indonesia technology startup companies, speci ically in terms of gender diversity management. Previous research on this topic and in this industry has never been done in Indonesia. The study outcome shows women attitudes towards female managers are more positive compared to the men's attitudes.
This research has some limitations. First, it is conducted in greater area of Jakarta with limited samples and only focus on technology start-up companies. Future researchers can do two things for making the study more comprehensive. First, the researcher can study the overall start-up companies in Indonesia, not limited to a particular area in Indonesia. Second, the researcher needs to study speci ically regarding the factors of why only a few women that being a leader in techstartup companies, especially in the IT division. Differences of opinion between women and men towards female managers might be one of the reasons why the numbers of female managers in the tech start-up industry are small. However, there are still other causes or possibility that needs to be explored.
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